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DISCLAIMER

The views and conclusions expressed in this
document are those of the author. They are
not intended and should not be thought to
represent official ideas, attitudes, or
policies of any agency of the United States
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This document is the property of the United
States Government. It is available for
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or the Defense Technical Information Center.
Request must include the author's name and
complete title of the study.

This document may be reproduced for use in
other research reports or educational pursuits
contingent upon the following stipulations:

- Reproduction rights do not extend to
any copyrighted material that may be contained
in the research report.

- All reproduced copies must contain the
following credit line: "Reprinted by
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___ - -PREFACE

Pilot retention is a serious problem for the United States

Air Force. Pilots are separating faster than replacements can be

trainec. The purpose of this pilot retention research project is

threefcla: 1) gather retention information from three Air

University schools (SOS. ACSC, AWC): 2) develop conclusions as a

result of the survey findings; and 3) make recommendations on

possible solutions to the Air Force pilot retention problem.

Analyzing the survey results. the authors found many perceptual

differences between the three schools.

This perceptual problem is the basis for this proiect. Since

the authors represent the top 20 percent of all Air Force majors

and come from completely different backgrounds. their

misconceived ideas could be representative of other Air Force

" officers in similar positions. To check these "gut" feelings.

the authors administered a survey to pilots in SOS class 87-E. to

the 88 ACSC class, ana to the ,88 AWC class. This sample size

paTum represents the future leaders of the Air Force at three different" points in a caree. The SOS students represent primarily the 5

to 11 year group, the ACSC students represent the mid-level
career officer. and the AWC students represent the immediate

future leaders of the Air Force with many proceeding directly

into influential leadership positions after graduation in May.,

Comparisons of the survey results between the three schools

fol iow. Perceptual differences between all three schools exist

and this project will expand upon these divergences.

This material is being submitted to the faculty of Websters
U. tUniversity in partial fulfillment of the requirements for the

Master of Arts aegree in Management for Major James W. Green.
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EXECUTIVE SUMMARY

-. IUX Part of our College inission is distribution Of ,
the students' problem soiVing proLucts to

*, DOD sponsors and other interested agencies
to enhance insight into contemporary,ev"Z Z defense related issues. While the College h-as

L'j Iaccepted this product as meeting ,c.demic
requirements for graduation, the views and

K-"- t' ; opinions expressed or implied are solely
those of the author and should not be
construed as carrying official sanction.

- '" "insights into tomorrow
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', r P-pe To identify perceptual differences between the three
• 1je , -ps (SOS, ACSC, and AWC) of pilots and also identify

1, , t Jin,-I Jiss.itisfiers that cause an Air Force pilot to select
it-i, l tIM in it d of a full Air Force career.

1-. r,a m , te,,ntion of pilots in the United States Air Force
r- loW ind the Future looks like it will not get better.

: " ~< ',-, ' )n is i most serious problem for the Air Force.
"m IeIto pre'-or th(, military pilot because of his oxten-

S Irl tr-iitniln , f'xperience and discipline. This re-
-et, a.icates thtt the Air Force is pushing the pilot

h, .. rv.ce more than the airlines are luring them out. In
I i-iC cents, it costs approximately seven million

;11%, >,i il if'jed F-15 pilot in the air. If the
" ", iit -,,r t'-wr of these separatin I pilots,

th m1en M 'v% s,]ved I I n im f
_'. : :, ,n, , mb, ", . ) ' t , ' mor ],
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- ... CONTINUED

:1[. Discussion: The career intentions of the officers surveyed
ooint out several perceptual differences. The future senior
leAders of the Air Force clearly have different views of what is
important in their career decisions. The promotion system is very
important to the AWC pilot along with pay and allowances. The
SOS pilot never mentioned the promotion system in a positive vein
ri d listed pay and allowances as only a third factor. ACSC and

,. SOS listed leadership and supervision at and above the unit level,
is a negative factor.

Our survey results did in fact indicate that leadership and
supervision was a problem area. Many felt their supervisors sel-

.-". dom gave them feedback of any kind while the quality of leadership
't the unit commander level and above varied from ratings of ex-
cellent to below average. A large percentage of officers felt

. the senior leadership was more concerned with advancing their own
careers than with mission accomplishments.

Job factors have a direct effect on the pilot's decision to
remain on active duty or separate. The importance of job factors

* - cannot be over estimated. Perceptual differences appeared again.
hile less than half of the AWC pilots wore dissatisfied with
their additional duties, a substantially larger 90% of the SOS
pilots were dissatisfied. One common area among all surveyed was
that the length of the duty day was too long.

Some other factors discussed includ,: the promotion system
in family considerations. ACSC and SOS pilots revealed a serious

k , o- confidence in the Air Force's current promotion system,
* -,le V\7 took the opposite viewpoint. While all three, schools

-1 ! avanced academic degrees, addition-il duties and PME were
.mijor factors in determinin- an officer's promotion success, a
much different perspective is evident when they were asked to
,rtrrmine the importance lfadership and primary duties play in
promotion doterninat ion. The- faminly c(nuJderat ions portion also
r-vi eale-d some divergent. ACSC ind] SOS ri i not domonstrate
(.J ver'hllin family stisfaction with military life. ICS moves
-,-re found to have a devistatingj effect on fimily ha rdships with
lisrliption of life aind economic factors; most pr-,v Ient.

,. (on's clai s and H c(orjmm n nlit i us: ,, Po ; i n ASS pi lots
* '., d:J, i,; t is: i. rd L1: lt the . I ,aid '11p1rv is on t and abov('

'.,2- L Wr :IV ! :: , 1-w . ( hre t : li t. i, , K r v e
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CONTINUED -A.

- - on the promotion system were very significant. AWC viewed the
-- promotion system as a beneficial system and a motivator to remain

on active duty, whereas SOS pilots viewed it as a detractor and
attributed it as a factor to separate from the Air Force early.

* The amount of non-flying additional duties was a major irritant
to the SOS and ACSC pilots. Also, almost one quarter of the SOS
pilots were dissatisfied with their jobs.

Senior leaders must realize that pay is not the only solution
to a very real problem. The authors believe the senior leaders
should initiate studies to follow up on the points made in this
research paper. A large group study would indicate if these per-
ceptions are indeed accurate Air Force wide. They should then
take steps to educate every rated officer in a position of com-
mand and those that will be commanding in the near future (in-
residence PME officers) on why the junior pilot is separating.

, Only then will we see the trend of pilots separating reverse.

-.
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Chapter One

INTRODUCTION

BACKGROUND OF THE PROBLEM

In 1Q85 all pilot hiring records were broken - over
I1.CO0 airline pilots were hired! DuLing 1Q86 the
momentum continued with over 10,500 openings for
iIlots, the second best year ever! 1987 looks equally
aoo.. .1988 will be more of the same. What about the
future? The ten year forecast calls for 42.000 to

*o 52.000 new pilots. The demand is up and the supply is
de. l i nino (3:1)

Piiot retention is a serious problem for the Air Force.
Airline companies prefer the military pilot because of his
extensive professional training, experience, and discipline (3:2).
Many pilots separating from the Air Force are joining the
airlines, and the authors' research indicates the Air Force is
pushing pilots out of the service more than the airlirfs are
luring them out.

SIGNIFICANCE OF THE PROBLEM

The Air Force loss is two-fold with every separating pilot.
First. valuable experience is lost affecting combat capability.
Seconc. losina these pilots can be measured in dollars. It costs
approximately seven million dollars to put a fully mission-ready
F-16 pilot in the air (6:1). Other weapon systems costs are
comparable (6:1). If the Air Force could keep just three of these
separatina oilots. it coula purchase another F-16 (7:I).

PREVIOUS STUDIES

The Air Force has periodically been concerned with pilot
retention since the mid-1970s. This corresponds to when the
". :rines first started hiring at a faster than normal rate. With
,-tch mior airline hiring, surge retention studies were undertaKen
to determine corrective measures. Table 1 on the following page
ci'spiays the past 12 years of Air Force pilot retention rates

, (2:12: 5:2).

0>.
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FISCAL YEAR PILOT RETENTION RATES

1976 50.6%
1977 47.9%
1978 39.6%
1979 26.0%
1980 42.0%
1981 54.0%
1982 68.0%

- 1983 78.0%
IQ84 72.0%
1985 59.0%

'A 1086 56.0%
1987 48.0%

'A Table 1. Pilot Retention Rates

The current surge in airline hiring is not characteristic of
previous periods. This hiring boom started in 1985 and is
exoected to continue Into the mld-1990s. Airlines are only able
to hire about half the military resources they would like, and are
starting their own "airline colleges" (1:83). Because this period
is different, the authors are only going to address the latest
pilot retention study completed by AFMPC in January. 1987.

The basis of this study is the Officer Retention Survey. USAF
SCN 87-03. which was administered to 6.612 pilots with 4.230
responding.

[The results were) briefed to Lt Gen HicKey. DCS
Personnel, and to the USAF Retention Symposium in
February 1987. In March 1987. Gen Welch called for a

'Pilot Retention Workshop to be convened at the Pentagon.
The survey data [was] briefed to this workshop ....
Between June 1987 and September 1987. the survey results

• were briefed to the commanders and staffs of ATC. MAC.
SAC. PACAF. and USAFE. Air Force leadership is indeed
concerned about pilot retention . . . (5:1).

This survey was very successful. It told the Air Force
leadership why today's pilots are separating, and already the Air
Force is studying steps to alleviate the problems (2:12).

""JECT!-LVEOF THI-S STUDY

The ,th(rrs of this research project wifl show that 3

r erceot u:oclern exists between why pilots are separat1rQ ano

S.2
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why the tutre senior leadership of the Air Force thinks pilots

are seoirat:na. This, obiective will be accomplished throuan in

analysis of a survey administered by the authors to SOS C!ass

-.A 8 -E. tne ACSC class of 1988. and the AWC class of 1988. The

-/ survey is essent~ally the same survey administered to Air Force

* - pilots inJanuary fy87.

ASSUMPT ONS AND LIMITATIONS

Assumpt LjL

The survey results of pilots In the 5-11 year group compared
favorabiy to the survey results of the SOS class. Because of this
similarity, the authors will use the SOS survey results and will
assume they are representative of the Air Force pilot population
in the 5-11 year group.

The authors assume the ACSC pilot responses are representative
of the intermediate future leadership of the Air Force because of

* the selection criteria to attend ACSC in residence (top 20 percent

of the majors in the Air Force) (4:23).

The authors assume the AWC pilot responses are representative
of the immediate future leadership of the Air Force because of the
selection criteria to attend AWC in-residence (top 10 percent of
the lieutenant colonels ana at least one below-the-zone promotion
for colonels) (4:23).

Limitations

The sample size of the surveys administered by the authors is

substantially smaller than that administered by the Air Force due
to the relatively small size of each class surveyed. Because of
this small size, no attempt is made to present validated
statistical data in comparison to the Air Force survey conducted
by AFMPC.

0 SURVEY POPULATI ON! DEMOGRAPH I CS

Populat i on

The population of the Air Force survey conducted by AFMPC
included all oilots. regardless of year groups. The survey
conducted by the authors included pilots who are students in SOS.
ACSC and AWC. Air Force survey results were analyzed by Total
Active Federal Commissioned Service (TAFCS) year groups of less
than 5 years. 5-7. 8-11. more than 12 years and by total force.

*-'" The authors' survey results were analyzed by school. The Air

03
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Force analysis conducted by AFMPC is based on 4,230 responses
while the authors, analysis is based on 120 SOS. 103 ACSC. and 57
AWC responses.

tMQqraphjc -- AAhors' Survey Participants

Eiahty-eiaht percent of the AWC pilots are lieutenant
co!oneis. QO percent of the ACSC pilots are majors. and 9U percent
of the SOS pilots are captains. Ninety-five percent of all
respondents were male. Eighty-three percent of SOS pilots had
5-11 years rAFCS. 90 percent of ACSC pilots had 11-16 years TAFCS.
and 62 percent of AWC pilots had 16-20 years TAFCS. Command
identity was constant throughout ACSC and AWC with both schools
having about 25 percent MAC. 25 percent SAC, and 30 percent TAF
backgrounds. ATC had a six percent representation at both
schools. The remaining 14 percent was dispersed among the other
commands. Almost 30 percent of the SOS pilots had an ATC
oackground. One interesting note was that SAC bomber pilots
enjoyed almost a 2 to I advantage over tanker pilots in AWC and
ACSC. Howe'.er. in SOS the percentages were uniform.

Ninety-six percent of the ACSC and AWC pilots were married.
. compared to only 78 percent of SOS pilots. The average ACSC and

AWC pilot had two children and the average SOS pilot had no
. children. Over 50 percent of the ACSC and AWC pilots were

commissioned through the ROTC program. SOS pilots received their
commissions at a fairly equal rate from USAFA, ROTC. and OTS.
Ninety percent of AWC pilots had a masters degree. This compares
to 78 percent for ACSC and 21 percent for SOS.

Fnr the purpose of analysis it should be noted that the SOS
plot :s younger. has little or no family equating to less ties.
3nd no substantial service commitment for attending PME
in-res;dence. Also. he has less than 11 years TAFCS which
coincides with the Air Force population experiencing the heaviest
p:Iot osses.

in the next chapter. the authors present a detailed analysis
of the officers' career intentions and the significant perceptual

0cifferences which exist. The authors feel these differences are
not on>y important Dut possibiy are some of the underivino issues
responsible tor the current pilot retention problem.

6. -
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Chapter Two

CAREER INTENTIONS

The career intentions of the officers surveyed are important
and w;ill set the stage for the remainder of this research
project. SOS pilots are clearly the force which is most
cons:der:nq separation. just as the pilots with 5-11 vears TAFCS
.ere in the Air Force-wice survey. This chapter will analyze

,-ianificant areas pertaining to perceptual differences concerning
,zireer r,!tentions ot pilots in each school.
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Fiaure 1. Initial Career Intentions

,inn fit st ioinina the Air Force. 68.5 percent of AWC pilots.
t';., p,'rccof ACSC piiots. and 76.3 percent of SOS pilots

- -ter~ea to maz:e the Air Force a career. Surprising,. or the

a,,'T , .* ): the scale. 2.8 percent of AWC pilots o.,d not intend

t r A,. " th- Air Force a career when they first entered 3 ct ie

. compares to Q.6 percent for ACSC and 8. oeccert fPr

;. .; ~ zour 
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Figure 2. Present Career Intentions

Current career intentions paint a completely different
picture. Of the AWC pilots who have not already completed 20
"ears active service. 90 percent will defJnitely remain In the

Air Force. This compares with 89 percent of the pilots from
ACSC. wh ilIe onlIy 26 Percent of the SOS p!Ilots will PxQ~j2-i-JY
remain in the Air Force. Additionally. 27 percent of the SOS
pilots are leaning toward staying In the Air Force for 20 years.
nut are not sure at this point in time. Furthermore. six percent
of ACSC pilots and 46 percent of SOS pilots indicated they would

definitely not make the Air Force a career. See figure 2.

P;ots "7no indicated they would remain on active duty were
given 1- responses (Appendix:A-4,A-5) to prioritize as the

,K- reasons which most influenced them to stay on active duty.
Listed below by school are the top five reasons they selected tor

* .!remaining in the Air Force.

9- AWC

1. Challenging Air Force job.
2. Security of Air Force life.
3. Promotion System.

4. Opportunity to serve my country.
-. Trve! and new experiences.

..- 64,/6



t A.CSC

I. Challenging Air Force .Jon.
2 . Retirement benefits.

3. Opportunity to serve my country.
'. 4. Institutional benefits (medical and dental, BX. etc.).

5. Security of Air Force life.

I. Challenging Air Force JoD.
2. Opportunity to serve my country.
3. Security of Air Force life.
4. Opportunity to make changes which improve my job.
5. Retirement benefits.

Two areas of significant perceptual difference between SOS
and AWC pilots surfaced in these lists. First, two-thirds of AWC
pilots listed the promotion system as their most Important choice
for remaining on active duty. This factor was not included by

0 SOS students in their selections. Second. almost one-third of
the SOS pilots listed their desire to make changes to their job
or organization as their most Important reason for staying In the

Air Force. Not one AWC officer listed this as one of his
• "-% reasons .

The pilots indicating they would separate from the Air Force
prior to 20 years TAFCS were asked to list the factors which most
influenced them in their decision to separate. AWC data was
insufficient due to the small number of pilots separating before
20 years TAFCS and therefore was not included below. Answers for
ACSC and SOS pilots are listed in priority:

1. Leadership and supervision above the unit level.
2. Family separation.
3. Lack of opportunity to make changes to job/organization.
4. The people.

0 5. Pay and allowances.

SOS

1. Leaership and supervision at the unit level.
2. Little say in future assignments.

3. Pay and allowances.
4. Working conditions (long hours, shift work. environmental

conditions. etc.).
* 5. Leadership and supervision above the unit level.
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DI,,t i!F ction with leadership at and aDove the. jrt 'evel
c . nrev iIe: .  nr bozn aroups. T his neciat ive rceot ::. t n)vI.(,rn',,!: Q

A r Force .eaciersnip amona the pilots separatinQ is u :ar.ticart

t actor. AWC pilots do not perceive this problem as a mo o:-
* .rrit~n.t or tactor. Another factor which is not as I-porip nt c a

* .< AWCnicz.ot erceiveo is pav ano allowances. A ithouah.;t CLcrT$.
:ne tono .ve. it aid not eaa the list in either scnool. Amono
CS T .:cS. the promoti;on sy:,stern ano oppor-tunity for acvar1.cement

"-.'re .reo 3s reasons for separat ino. whereas these same tactors
'.'-e tre "e reasons tor- AWC pliots remaining. These oooos;na

w.,eo:,:.teer tihe two schools. aithough some,.hat
".,,et:s:-noL:.e. szll i!ustrate a sioniticant percet ;o:

eroo e,. T, s orooIerr, can Lartai a y be correc ted oy t ut: t irna
S S r, .cz on the merits of the promotion svtem nn the

. m iv "mited opportunities for acvancement.

,,e c. ow i no compar isons represent the remain ino -if icqr.t
rm.c:rs under career intentions:

_t wh2 separate loin the airlines Decause ot its 3pre-i

AWC ACSC __S
r e 53% 44% 45%

e. e 33% 45% 5U%

Person-, .nterests andcl aesires must ZaKe secoril place to the
-needs ot tne Air Force.

AWC ACSC
Aoree 43% 35% ,58%
Di s1aree 38% 6

A'.= ton C reer incentive Pay is sufficient for the har, ships
_sooiatea with fi'yino.

AWC ACSC SOS
Aoree 17"% 24% 20%

siree -1% 67% 67,

* no.r' r pay is not a ma tor factor overa t his statistic
m ,.es c: re-r that p ilos co not believe t ney are payed enough
for the r aorous activities. reauirements and lena hours
assoc:ater '..':th A1r Force f y'no.

s~0~ 4h 3f Pai- oearz tO o t he -3i r1i nme? d o soC becaus9(- at
c l e r For ce

.*, SC.S

% %'- c
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. z 5p~oea en' mosr atoout a ca~reer wi tr, th
l Derc'ert of the AWC pilots. 13 percent _t the

- [ - nc Percent of the SOS pilots responcea h at .4ri
.:- .r ~:o 2-i.q ;ot ,nterest them. Out ot nine responses

-r r. :i 're n0e over'whelmino an or ty selecte ov the-err 's in a!I three schools:

ACSC S___

P: , 52% 41% 47%
Wor- nrrs 1-% 21% 18%

-"SUMMARY

"he career intentions of the officers surveyed point out
sever3i perceotual differences. The future senior leaders of the

.er orte ceari, have different views on what is important in
tnelr r-arepr decisions. First. the promotion system is very
,mport~nt to pi~ots in AWC and was listed as one of the prime
tactors which caused them to remain on active duty. This is
pronary due to the fact that the vast majority of AWC pilots
nave oeen selected to one rank or more below-the-promotion zone.
t ' ,eqi-rement for a colonel or colonel selectee to be

promoted ahead of his contemporaries by at least one year in
order for him to attend AWC in-residence. Conversely. not a
sing!e pilot in SOS listed the promotion system as a prime factor
for remainina on active duty. In fact, SOS pilots listed the
promotion system as a negative factor and one of the top tive
reasons for separating from the Air Force.

Pay and allowances were much more important to the AWC pilot
"nan either the ACSC pilot or the SOS pilot. The SOS pilots who
indicated they would separate from the Air Force prior to
completion of twenty years listed pay and allowances as only the
third most important factor. However. those who indicatea they

-'. tould oursue a career with the airlines. listed pay and work
n"urs s the tTwo primary attractors to the airlines.

.e3aership and supervision at and above the unit level was

6... ciear-,,' identified as a negative factor for both ACSC and SOS
---lot. SUS pilots were more concerned with the leadership at
the un:t level. whereas ACSC pilots were most dissatisfied with
leadership above the unit level. As a result. Chapter Three is
devoted to analyzing this factor in detail.

'" In Chapter Three. the perceptual differences and significant
.pozoerms net-,'een the three schools are even more notice3ble. The
,uthors also present current AWC. ACSC. and SOS view-, on
:e3Cer~~oi ar,1 supervision in the Air Force.

.%%
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"'-" Chapter Three

Vu.

This, chapter will present AWC. ACSC and SOS responses to six
questions asked concernino their perceptions about toaay s
leadersnip. The areas covered are as tollows: "1) feedback from
immediate supervisors about job performance: 2) the qu3!ity ot
leadership at the unit level: 3) the quality of leadership above
the unit level; 4) are immediate supervisors concerned with their
otticers career development: 5) is leadership at the unit level
more concerned with advancina their own career than with mission
accomplishment; and 6) is leadership above the unit level more
concernea with their own career than mission accomplishment"
(Appendix:A-13.A-14). A more comprehensive glimpse of each
question(s) relating to the aspects of each leadership trait
discussed above is covered in the following pages of this
chapter.
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Iu-.-,:- : ,--- e' ppencL;-::A- 3 This quest ion dia not
f t,.:2t.,t- ueter: pos. i ve and negative feea ac. A rge

oercen!,lqe o," AWC. ACSC. and SOS pilots all seemed to aaree that
teeaoicK t:-om their immediate supervisors concernina their ,n
certorrnnce. :.s seldom ;f ever given. Forty-two percent ot the
AWC oftlcers inacrate they seldom receive teedback. w:hiie J5
percent of tne ACSC and 40 percent of the SOS officers indicatec
a seldom or never response to feedback from their Immediate
supervisor. Overall. 39 percent of those surveyed disclosed a

, - seldom or never response concerning feedback from their immediate
supervisors. See Figure 3.
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Figue 4.Leadership Above Unit Level

o 'a'.T'aO questions were directed at 'the perception ot unit
'.,.leaership 3nd the quality of Air Force leadership above the unit

* ;eve,' (Appendix:A-13). All three schools displayed the same
! i"-'nercept ions regarding leadership at the unit level. Fifty-five

per cent at all officers surveyed indicate they bel ieve current
t -.' eadersnip 6t the unit level is above average or better. On the
+.- '" nole. the same riolds true tar opinions concerning qual ity of

Je~dersthip .3DOVe the unit level.

603

.. ! Leaaersrip aoove the unit level is above average or better.
i JCCOFUnQ tO 4'O and -t8 percent of AWC and SOS students
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:espct,.ey. However. ACSC officers indicateda3
to~tal!ly cifferent perspective. Only 22 Percent oelieve the
cufrrt qua~ity of leadership above the unit level is above
3;'eraae or cetter. See Fiaure 4.
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Figure 5. Concern With Career Development

When AWC. ACSC and SOS officers were questioned if their
supervisors were concerned with their career development, most
cespon-_es were positive. Sixty-eight Percent of the AWC and 69
Der-cent of the SOS officers Indicate they feel their supervisors
are indeed concerned with their people's career development.
Once aci--in however. ACSC perceptions differ from the other two
schools in iesponse to this question. Only 49 percent of those
officers from ACSC agree their supervisors are concerned with
their- people's career development. See Figure 5.
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Figure 6. Advance Career Versus Mission

The final two questions dealing with leadership and
supervision again centered on leadership at the unit level and
leadership above the unit level. Officers were asked if they
felt their unit commander was more concerned with advancing his
career than with accomplishing the mission. Likewise. the same
question was asked about leadership above the unit level.
Approximately 33 percent from each school felt unit commanders
put their careers before mission accomplishment. However. 55
percent of these pilots in ACSC and SOS who are departing the Air
Force indicate their commander is more concerned with his career
than the mission. With regard to leadership above the unit
level, all three schools reveal a definite increase with this
group being more concerned about advancing their own careers than
,.)ith acromp'ishina the mission (37 percent AWC. 70 percent ACSC.
and 58 percent SOS). See Figure 6. Additionally. 70 percent of
those depa-tinq the Air Force support this perception of

* leadership above the unit level.

SUMMIARY

The results of the AWC. ACSC. and SOS survey indicate
6. otficers lack confidence in our quality of leadership both at ana
,' above the unit level. Many feel their supervisors seldom give

them feedback of any kind while the quality of leadership at the
unit commander level and above varies from excellent to below
average. The most perplexina problem in the authors opinion is

.
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tne indication of extremely poor attitudes by the ACSC officers

reaaroina curcent leadership at the unit level and above.

Throughout the entire survey. ACSC officers indicated they are

extremelv dissatisfied with Air Force leadership. Additionally.

results inoicate that one-third to three-fourths of the officers
believe leadership at the unit commander level and above is
definiteiy more concerned with advancing their own careers than

.tn m :ss on accomplishment. Overall. this chapter indicates a

';erv seriou' negative perception about our senior leadership.

Chapter Four examines job factors and the perceptual

differences existing between schools. Specifically. it wiil
:-oncentrate on leadership and supervision. adaitional duties, pay

inc al lokances. feedback and recognition, length of the average
workday, aeoqraphic stability, opportunity for personai growth

Co cFe.'eopment. retirement. and overall job satisfaction.
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11.hapter Four

JOB FACTORS

I ,-jould reward pilots for being good pilots -- I would
not base a pilot's career and value on the additional
auties and staff jobs he does ....

I use to be dedicated to a career in the Air Force.
I m DOSing (has an established date of separation)
because of the following:

Too many managers and not enough leaders.
2. Too much paperwork and not enough flying.
3. i want to fly. not push a desk,
4. The assignment process [expletive deleted), and
5. My wife and kids are tired of Daddy being gone.

Th .nove -.,o statements were taken from the written comments
sectir ot the survey. They were written by an SOS student
separating trom the Air Force.

Jo tactors such as these play a critical role in a pilot's
decision to remain on active duty or separate. The authors have
arlKzed responses of the survey participants in respect to 29 Job
f3ctors. This chapter presents the areas where definite
perceptual cifferences and significant findings are noted between
tne 30S ciass anc both AWC and ACSC.

Satisfaction Rates

A" *houan the majority from each school is satisfied with
eiclaersnip ai supervision at the unit level, a significant

Sne_-centiQe trom each school (32 percent from ACSC and SOS. and 22
-ercent fr-m AWC) also indicated dissatisfaction with our
", aersn;p at the unit level.

S

'p)



0-0
A.D

Iu I CS SO

Fiur mon o onFyig diiina ute

The amun ofnnff ditoa u isI amjrirtn
for. pios. teSScas'87pretaedsaife

'-70 I

PS60

P

L 40BIt~li i
T tl
S 20 I!Ii

RUC RCSC ~OS

F i u re . Am tiont of Non-Flyinga r T andiition f Du t is
.4

The~~j Nmun of nnfynNdiinl dte samjr irtn
for ilos ~ntheSOSclas. Oer 7 pecen ar disatifie



The arnoL, nt of tnf- nese non--f yin aaaItionaI duties consume
:i s iur'ti art. Ar, ost 6Q percent of the AWU pilots ,penc at
!east %!iC percent ot tner Cuty day In the performance of
nor t i.no a .c'.t,oria! a!x.:es. This compares to 47 percent from
ACC anro 51 percent trom S S. See Floure 8.

Beuow il an AWC written comment concerning additional duties.
This comment ,:as taken t'or the survey and is one of many which
c~rectiy attacks the additional duty problem:

Never did I dream that additional duties would eat [so
much of] my time and energy. In fact, so much went
into additional duties that I had an aircraft Incident.

-, Poor supervision contributed too. . . . If there had
been better supervision . . . [they would have known)
how much I had worked that day and week.

7 ..... . ...... ......... ...... ... .. .... .... .... ... .... ..6........ ... ......... . . ..... ..

%~ ~~~~ ~~~~ ~~~~~ . .. ............ ......................... ..................... .......................... ....SS
R

T

1-.- 4 .. .. ... ..... ....... .................................................. ...................

: : :i3 ....... .. .... ..... ....... .... ......
S

C 2 .. ... . ... ....

D
.. .. ... .... . . .. . . . .

.................

I I 'CSC SOS

Figure 9. Pay and Allowances
l

Maor percep uai a~fferences are also evident in the pay and
a lowances category. Only .36 percent of the AWC pilots and 39
percent ot the ACSC oi~ots are satisfieo with their pay and
allowances. This compares to 69 percent of the SOS pilots. See
Fiaure Q.
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Figure 10. Quality of Leadership Above Unit Level

Ha.f of the AWC and SOS pilots are satisfied with senior
leadership above the unit level, while only one-quarter of the
oCSC pilots indicated their satisfaction. See Figure 10.
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Thirt! ro percent of the SOS pilots are dissatisfied with the
amuurit uf feedback and recognition they receive. This compares to
2 percent tor ACSC and only 14 percent for AWC. See Fiqure 11.
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Figure 12. Length of Average Duty Day

The lenqth of the average duty day is another major concern
for all pilots with SOS significantly more discontent. The
percentaaes are 47 percent from AWC. 46 percent from ACSC. and 56
percent from SOS. Over 96 percent of the officers in all three
schools responded that their average duty day is 10 hours or
longer with the majorlty having between an 11 and 12 hour day.
See Figure 12.
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Twenty-nine percent of the SOS pilots are disturbed with their
opportunity for personal growth and development while ACSC and AWC
reveal 16 percent and 12 percent respectively. See Figure 14.
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Figure 15. Overall Job Satisfaction

Satisfaction with their overall job presented a large
difference of opinion between the schools. Only three percent of
the AWC pilots express any dissatisfaction with their jobs while
percentages sharply increase with ACSC at 12 percent and SOS
pilots at 23 percent. See Figure 15.

Lgvl ..of Importance

The same factors are rated from. "not at all important", to
'extremeiy important". Definite perceptual differences occur in

* several areas.
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' Fioure 16. Promotion Opportunity

Promotion opportunity is rated very important or higher by 81
percent of AWC pilots, but only by 44 percent of the SOS pilots.

See Fiaure 16.

t.-{wn.

90

V 8lO.. I *

C 7R

, 4 a4

T

, AUC RCSC SOS

(-AL' r PP- 'v and Al 1 o . _nces

Xt.:
M

-V :...

0* 5



-A Seventy-eight percent of AWC pilots place pay and aliowances
in the very important to extremely important range. This compares
to 72 percent trom ACSC and 57 percent from SOS. See Figure 17.
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Figure 18. Retirement Programs

The retirement program is considered very Important to
extremely important by 79 percent of the AWC pilots. ACSC and SOS
pilots are 83 percent and 50 percent respectively. See Figure 18.
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tne cur:ent load at non-flying additional duties compared to 00
percent of the SUS pilots. On the other end of the scale. over

one-th'rc of the AWC pi iots are satisfied with their additional

duties: tn! compares to only 6 percent for SOS. Written comments

frequer.. point to additional duties as a real sore spot amona

the SOS p.: ots.

Another very significant area where future senior leaders

differ in opinion with SOS pilots is pay and allowances. The
matority of all written comments from the AWC pilots mention pay

as the way to correct the pilot retention problem. The
statistical analysis in this chapter also supports this senior
leadership perception. The SOS pilots satisfaction rate is
double that of AWC and ACSC concerning pay. Clearly, this is one
of the most notaole differences between the schools. The
perception of the future senior leaders is that pay is far below
an acceptable level. but the SOS pilots, representative of the
5-11 year group, do not consider pay as being one of the major
factors concerning separation from the Air Force.

The lenoth of the duty day is considered too long by all
* survey participants (average over 10 hours). Non-flying

additiona! duties consume over half of the duty day. If methods
are used to decrease the number of non-flying additional duties
performed Dy pilots, the length of the average duty day should
also decrease, therefore alleviating two major irritants with one
action.

A comparison of the satisfaction rates of job factors and the
importance of each reveal perceptual differences. The most
noraoie of these are in feedback and recognition. Almost
one-thiro of the ACSC and SOS pilots are dissatisfied with the
amount of feedback and recognition they receive, but these same
schools place much less importance in this area than did AWC.
Over ha:f the AWC pilots consider feedback and recognition very
important or- higher, yet only 13 percent are dissatisfied with the
amount they nave received over their careers.

AWC anu ACSC pilots place a much higher level of importance on
* pay ann al lowances and the retirement program than do SOS pilots.

The mkroin is almost 2-to-i in both categories. This major
perceptual difference concerning pky is evident in each area pay
-s aaressea.

how does your roo as an Air Force pilot compare to the
O. expectations you hela when you entered undergraduate pilot

.rai n:n (UPT)? . . . It has turned out just as 1 thought

Iwouc. 1 enioy what I do and cealize the Air Force has
-t3 ,p5 and downs .

..
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This comment is one of the very few positive remarks from the
SUS pilots. This particular pilot is separating, but not for pay.
retirement. or because the airlines are pulling him out. He is
separating because he feels he can not spena enough time on his
primary duty of flying but must spend it on additional duties he
thinks can be accomplished by a senior airman. This perception

4. prPonlem is one which the present and future senior leaders of the
Air Force must confront.

-I n the next chapter these perceptual differences continue to
arise as thie authors focus on promotions and fami ly
conisiderations.
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Chapter Five

OTHER FACTORS

This chapter focuses on results from two additional
sub-groupings of the survey -- Promotions and Family
Considerations. First, a short perceptual analysis by school is
presented concerning the overall effectiveness of our current
promotion system. Then a comparison is offered between factors
each school feels is currently important for promotion and what
they feel should be important in determining promotions. The
rest of the chapter is devoted to examining family considerations
and the importance this subject represents in the overall
determination of an officers career.

PROMOT IONS

The survey presented a variety of questions concerning the
overall effectiveness of the present promotion system and a
detailed examination of several speclflce factors in promotion
determination. The survey also asked the participants to rate
how important they believed It should be In determiningpromotions (Appendlx:A-15,16).
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The preceding graph discloses a large disparity between the
three schools in their perceptions or, the effectiveness ot our
current promotion system. (AWC = 79 percent: ACSC = 45 percent:
SOS = -6 percent) See Fiaure 20.

Ho%.ever, all three schools seem to agree Protess3ional
Nitary Education (PME). advanced degrees. and performance of

3cmit icn ad uti es a re major fact ors in dletermin ing promot ions.
The a .thors selected two other factors which they feel shoulo

* -play a 7aorc role in the determination of promotions and then
anr3 Yzeancr. all zrhree schools view these two factors. The

- - aad~t~cna factors are: demonstration of leadership and
llninaclemrernt . and performance of primary duties. These five
tz.ctors are sc-rutinizeo arid selected aside from the obvious
ta rtors ~c as OEP ratincs. level of indorsements. CEP
r rat ive 37-ici st af f headqu ar ters9 exper ience.

The op wn paraciraphs display a breakdown of these five
fctc'rs ni)ow each school perceives their importance in the

prcc7~ system. A breakdown is then disclosed as to the
.~:-crt~.e e Zch schoo: feels these five factors sihould be in

P, 7c-~ retermi nat ion .
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;I oiir tdurat ion - ver, 90 percent of the officers-
in ~ hree schooiF, bel ieve PME canges from important
to extrenme~y important. (AWC = 91 percent: ACSC =92 percent;
SOS '4~6 percent) See Figure 21.
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Figure 22. Advanced Academic Degrees

havance0__Aca emic Degrees- The lowest percentage is 82 percent
from ACSC while ov'er 85 percent of the officers from AWC and SOS
feel these degrees play a major role in promotion determination.
See Figure 2.2.
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Figure 23. Additional Du t ies

Acitional Duties - This factor is also perceived by all three
schools as very important in Promotion opportunities. However.
as great an emphasis is not as evident from AWC officers. (AWC

'peccentk: ACSC =82 percent; SOS =81 percent) See Fiaure 23.
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Demonst cati on ofLea ogS~IipilMan3Qemnt -ExtremelIy surpr sin a ar C-I
30mi "'alv, very _-ouo; ing to the authors ace the resu : s or !h if-
factor. Aitrouah rated somewhat higzher by the AWO otticers. AL'zSG
ana SU:; no rot teed as cont iacet when consider ing th is as -ji:
i rirpo t i nt p romo tion tac t or . From discussions with SOS ottiroers

-- surve- .ea. many tee! their leadership ability takes a back seat to
other t-3ctors such as: face time in the squadron". "whether or
not the current squacron leadership liKea you personally". "it
you ana your wife are actively involved in officer club
functions'. etc." (AWC = 86 percent: ACSC =68 percent: SOS =68

-. percent) See Figure 24i.
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Figure 25. Performance of Primary Duties

Performance ofPrinjar _u.t:L~ - Disturbingly, this factor was
indicated by all three schools to be one of the least important

* factors in promotion determination. Percentage-wise. this factor
ranKed ninth out of 13 factors in Importance only surpassing OEP

- narrative. aeronautical rating. decorations, ana source of
commission. (AWC = 83 percent: ACSC = 75 percent: SOS = 59
Percent) See Fioure 25.

* When given the opportunity to rate each factor with respect
to how important they feel each shoujqtbj~ in promotion
determination, an entirely different perspective is evident.
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:e26. Demonstration of Leadership/Management

of Leadershp/Manafemen Almost every officer in
'we chools rated this as a major factor in promotion

:~er I nnzic. See Figure 26.
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j r-L _LJ neo -mr Duties -Like the previous factor . this
also rites extremeiy rhich. Amuch different perspective is
apparent i f cornparecI to this same f actor previousl y meriti;oned i n
this rh ipter . (AWC = 100 percent; ACSC 0 8 percent: SUS

Percent) See Ficures 25 and 27.
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Figure 28. Professional Military Education

Professional Military Education -Although still considered
important, this factor certainly does not carry the same
importance on this scale when compared to the previous two
factors. (AWC 64 percent: ACSC 58 percent: SOS =69 percent)
See Fioures 26. 217. and 28.
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~a a t.ona. Dtes Overall. only one-third of the otficers
s*.vey e. te. tnIs was irmportant. Yet. a large percerti e
c, so rr e:.ists cetween AWC and ooth ACSC and SOS. Aimost halt
ot :ie -6C ottr.cers st l! teei aaditional duties shou:0 De a
aeterm. :.rQ tctor tor promotion. (AWC = 45 percent: ACSC 24
aercen!; =U percent) See Figure 30.

PRESENT PERCEPTIONS *SHOULD BE" PERCEPTIONS
'p

1. Level of Indorsement Demonstration of L'ship/Manag

2. PME Performance of Primary Duties

3. DER rat ings OER ratings

4. Staff Hq experience OER narrative

S 5. Advanced Academic Deg Level of Indorsement

6. Additional Duties PME

7. Demonstration of Ldrship/Manag Staff/Hq experience

8. Sponsorship Aeronautical rating

9. Performance of Primary Duties Advanced Academic Deg

10. OEP narrat.ve Additional Duties

I!. Aeronautical rating Decorations

!2. Decorations Sponsorship

-3. Source of Commission Source of Commission

Figure 31. Factors Determining Promotions

Listed aoove is a composite rank order of how important the
three schools oejvey each factor is in determining promotions
and then how important they feel each factor should be in

* .determinina promotions. See figure 31.
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AWC 10% (5% not important and b% somewhat important)

ACSC =13% (3% not important and 10% somewhat important)

SCS 6% (2% not important anal 4% somewhat important)

FIc qure( 32. :m-pnrtance of OEP Patinals for Promotion

A C'sturninq point is apparent throughout this entire chapter
A-nalYs's. !tnahuqih extremely low, a surprisina percentage feel

*OER rit.,7as are either ngota, alj important or iust *QMtWhat
mpotan to an officers promotion determination. See Figure 32.

in. tne authors opinions. although this equates to extremely
sm:, I rumuer s wi1th t h ;s sur vey group, I f th is t ype at percept ion
exists throughout the Air Force, a root cause for retention
oroblems and dissatisfaction of officers might be identifiable.

FAMILY COS IDERATIONS

The family consideration portion of the survey focuses on
spouse ana family satisfact!on with miiitary life. Additionally.
career decisions made from family considerations and the
encouraoiement an officer receives from the family is also
exarn'necl 'Anpendix:A-16 -A-18).
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Fioure 34. Dissatisfaction With Military Life

All three schools indicate more than half of the spouses and
families are at least partially satisfied with military life as a
wlole. However. a large percentage also indicates they are at
least partially dissatisfied with present military life. See
Figure 33 ( AWC = 67 percent: ACSC = 55 percent: SOS = 55
percent) and Figure 34 (AWC = 32 percent: ACSC = 42 percent: SOS
=40 percent) respectively.
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Figure 35. Air Force Spouses.,Emp ioyment
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Figure 36. Air Force Spouses/Wages

Not surprisingly, all AWC and ACSC officers are married or
hav'e been a* one time intheir career. Sent-ieprnto
those oft~ce-s ;n SOS 3re presen~t 1 or- have a Iso 0een marr ied at

~om FC:.~2 ner G~er he rPsul) 1*Sporra soe-t
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* f tne sposes r)av.no paying ioos. an extremely smai Dercent ae

rn ,e a-, rcr. as (r more money than their military spouse. See
Fiaure -. (AWC = 66 percent: ACSC 67 percent: SOS = 58 percent)

,no E-gLjre 36 (AWC = 3 percent; ACSC 7 percent: SOS 8

percent) respect vely.
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Figure 39. Negative Factors/Moving -SOS

- This survey did not attempt to isolate or pursue the reasons
Sfor spouse and family dissatisfaction with military life.

ft.

However. over half of the spouses and families of AWC and ACSC
* students did indicate they disliked moving every 3 to 4 years.

When asKed what the most negative aspects of PCS moves are
(Appendix:A-18). the three schools responded as depicted in
Figures 37. 38. and 39.

One other important factor that materialized when analyzing
the schools' responses was the number of officers that make
career decisions based solely upon family considerations such as
a spouse s career, school systems, etc.

Percentage of responses given:

Very Often Of t en Sometimes Tota

AWC 3.4% 5.2% 15.5% 24%

. ACSC 3.1% 16.5% 26.8% 46%

SOS 6.3% 22.9% 29.2% 58%

Figure 40. Career Decisions Based on Family Considerations
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A .'ery smali percentage of AWC officers indicated tney make
career decisions based on family considerations. However.
proportionatelv these percentages greatly increase when the
results of ACSC and SOS officers are examined. See Fiaure 40.
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Figure 41. Making the Air Force a Career

Additionally, when asked If their spouse or Immediate family
wanted them to continue with an Air Force career. AWC and ACSC
officers disclosed positive results. However. a frighteningly
low percentage of spouses and immediate family members of SOS
officers encourage their spouses to make the Air Force a career.
Furthermore, 26 Percent of the same group sample from SOS
encourage their spouses anj to make the Air Force a career. See
Figure 41.

SUMMIIARY

A close inspection of this chapter reveals a definite
perception problem between the AWC and both the ACSC and SOS
officers, with the difference more evident in the latter school.
Overall, ACSC and SOS officers reveal a serious lack of
confidence in the Air Force's current promotion system.

While all three schools feel advanced academic dlegrees.
additional duties, and professional military education are major
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* . factors n aetermining an officer s promotion success, a much

iifferent perspective is evident when they are asKed to determine
the importance leadership and primary duties currently play in
promotion determinations. Although AWC officers feel both
factors ace important. ACSC ana SOS officers unveil a completely
c"fferent point of view. This attitude is more evident when the
responses of all three schools are used to rank order the
thirteen factors presented in the survey for determining
promotions. The perceptions which exist as to what they believe
,s important compared to what they feei should be important also
cemonstrates two entirely d:fferent convictions. The authors are
a.so surprised by the results which inaicate some AWC and ACSC
t--icers tee! OER ratings are simply not important or just

sormewhat important in the determination of promotions.

Farni y considerations also reveal some divergent viewpoints.
,4C:SC ana SOS responses aid not demonstrate overwhelming family
,..it.sfiction with military life. In the authors opinion, a
..hoer tnan expectea percentage of spouses are found to have
p ;'ng oos. This could be the result of spouses pursuina

* separate careers or the need for an additional income for the
t am I y.

PCS moves are found to have a devastating effect on family
"ha-snlps with disruption of life and economic factors most
orevalent. Futhermore, many ACSC and SOS officers indicate they
make career decisions based upon family considerations. Finally.
encouragement by the family and/or spouse for the officer to
continue an Air Force career was found to be less than the
authors expected.
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'-."-' 'apter Six

F I ND I NGS

The oft~cer :etention survey conducted by AFMPC clearly
identlf.e j why pilots are separating from the Air Force. The
results of the survey were briefed to the highest levels of the
Air Force. Workshops have oeen held to identify solutions to the
retention problem and Air Force leaders are currently studying
the options avaiiable to solve the problem. Most of the options
are relaten to pay; yet the survey results point out that
althougn pa, s important, other factors are also important
(::12).

. This paper has identified the major perceptual differences
tnat are occurring between the future senior leaders of the Air

S-_ Force and the 5-11 year group pilots who are separating. These
"" perceptual aifferences are most significant in the following

areas: leadership and supervision at and above the unit level.
pay ano allowances, promotion system, additional duties. overall
. o iatisfaction. and the retirement program.

"':'" CONCLUSIONS

Leadership and Supegvrisi on

Both SO]S and ACSC pilots are dissatisfied with the leadership
and supervision at and above the unit level. In fact. this trait
is ranked as the number one dissatisfier by both groups.
Conversely, the AWC pilots, many of whom will be the future
leaders ot tne Air Force. do not consider leadership as one of

* the leadino dissatisfiers. Although not perceptually
significant. an important statistic reveals almost one-third of
each scriool feels unit commanders place a greater emphasis on
their own careers than they do on their unit's mission
accomplishment.

. Payand Al Iowance5

Current and future Air Force senior leaders (AWC pilcts)
c'e-3ri think pay and allowances are a major reason why pilots
are sePrAtina (2:12). The AFMPC survey results confirm that pay
and .31lowances are important, but not the most Important factor.
This factor ranks third among separating SOS pilots behind
leadership ana sLPervision at the unit level and little
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say in futu-e assignments. However, ACSC and AWC pilots perceive
pay and allowances as being the most important factor causing
early separations. The authors believe increasing pay and
allowances ;re the quickest and easiest ways to partially
alleviate the retention problem. but also the most expensive.

Promotion System

Perceptual differences in the promotion system are very
significant. AWC pilots view the promotion system as a
beneficial system and a motivator to remaining on active duty.
SOS students view the promotion system as a detractor, and
attribute it as a factor to separating from the Air Force early.
Obviously. because of the quality of AWC pilots, the promotion
system has worked to their advantage, but the SOS pilot has yet
to make his first below-the-zone promotion. His view of the
promotion system. like AWC pilots, is biased.

Additional Duties

The amount of non-flying additional duties is a major
irritant to the SOS and ACSC pilots. Two-thirds of the AWC
pilots spend over 50 percent of their time in the performance of
additional duties, yet they don't consider it a major factor in a
pilots decision to separate from the Air Force. Non-flying
additional duties, combined with the excessive length of the
average duty day, are major dissatisfiers with ACSC and SOS.
These combined factors lead to average duty days in excess of 10
hours for ail three schools. Another area of concern is the
perceivea importance of additional duties on promotion
opportunities. Three-quarters of all pilot responses indicated
the performance of these additional duties are necessary for
promotion. Conversely. the performance of primary duties ranks
very low with ACSC and SOS pilots when considering promotion
opportunities.

Overali Job Satisfaction

Almost one-quarter of the SOS pilots are dissatisfied with
* their jobs. This rate is sevtja times greater than the viewpoint

ot the AWC pilot. A culmination of all previous factors led to
this high percentage. This perceptual difference is important.
especially to the future leaders of the Air Force.

Retirement Pro

As expected. AWC pilots feel the retirement system is very
' import3nt in their decision to remain in the Air Force. However.

SOS pilots rank it very low. Retirement benefits do not mean as

much to a pilot who is only half way to retirement as they do to
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a pilot who already is or will be eligible for retirement very
shortly. Leaders must reaiize tnat counseling in this area will
pronanly be unproductive.

RECOMMENDATION

This research project identifies many areas where the authors
feel changes can oe incorporated to make the Air Force a more
attractive option for career oriented pilots. The perceptions of
our future senior leaders are much different than those younger
pilots separating from the Air Force. First, knowing what these
perceptual differences are, and second, knowing what to do to
correct these deficiencies are keys to solving the retention
problem once and for all.

The easiest measurabie step is to pay pilots more for a
guaranteed commitment. The Air Force is reviewing these options
as this paper, is being written. The most recent option studied
is to pay the pilot $12,000 per year of commitment up to five
years :1).

Nor -ying additional duties are a real irritant to the pilot
considering separation. The authors believe this problem can oe
solved in severai ways. First, assign an additional airman or
senior airman to handle routine additional duties such as
puolication updates, security, snack bar officer, building
custodian, various charity drives, and other Jobs which can be
handled by any person, not necessarily a pilot. Second. assign
additional duties and responsibilities based on experience, not
rank. Make an effort to assign new lieutenants to weapons and
tactics positions or to other jobs directly relating to tiyinq.
This snouio provide a motivational factor and should aiso help
them learn more about their weapon system.

The length of the average duty day is too long. A reduction
in adoctional dutics will help alleviate this probiem. bt
another option is also available. The perception exists that the
Air Force reward!3 the "work-aholic". An Air Force-wide unit

* Igoals" program would de-emphasize the amount of time spent on
the iob and would emphasize the quality of time spent on the ion.
:t each unit. each flight. each section. etc.. set goals to
achieve monthly, quarterly, annually. etc.. they could budget
their time to make these goals and performance could be measureo
aaainst their success or failure in attainina these aims.

The leveis of dissatisfaction with the leadership at ano
ibove the unit level is too high for us to dismiss. The Air

-* Force may not be placing the right people in the squadrons as
ie~aers. individuals shoulo be carefully screened for competence
in the weapon system. as well as competence as a leader, before
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tney are chosen to lead pilots Today's perception of how to get
ahead is to land a headquarters assignment and stay long enough
to aet promoted below-the-zone. This early promotion identifies
that inaivicual for future command. whether they are leaders or
incompetent to lead. A good point for senior leaders to consider
is that a good staff officer may not be a good leader.
Conversely. good pilots who have never left the cockpit. may not
ne competent leaders because they may not have the experience
necessary to properly advise their people in matters other than
flying. The authors feel this balance can be attained, but only
,'itni proper emphasis by our senior leaders.

The authors believe that dissatisfaction with leadership
above the unit level is more a problem of education than
incompetence at the higher levels. Junior officers are not
exposed to the senior leaders very often and because of the
WorKioat! associated with our general officer positions, this
perception prooaoly will not change in the near future. However.
we can learn "commander's intent" from the Army. If policies and
Procedural changes are explained when directed, there could be

* ess complaining. The Army understands they will fight the war
uetter .jhen the commanders at the lowest levels understand their
oolectives. They can then pass these orders or objectives on to
their peopie. This same analogy can apply to the Air Force.

Finally. one additional step can be taken to possibly reverse
Ste intentions of a few pilots from separating. Locate the forms
:iecessary to apply for separation from the Air Force in the

q --uadrori commander s off ice. Currently, a pilot simply picks up
the forms from the Military Personnel Office. where he must talk
to no one concerning his decision. If he obtained these forms
from his commander, the commander should have the desire to find
o.,t whv that individual is separating. If this is not feasible.
then the pilot separating should, at the very least, be counseled
0", not ony his squadron commander but also by the wino-level
commanders. It must be remembered, each pilot retained is a
significant savings in money. warfighting experience, and
7 3a rpower.

* ~In conciusion, senior leaders must realize pay is not the
orlv solution to a very serious and real problem. The authors
.eiieve senior leaders should initiate studies to follow up on
the issues brought out in this report. A large group study would
naicate if these perceptions are indeed accurate Air Force-wide.

7hey should then take steps to educate every rated officer in a
nosition of command and those that will be commanding in the near

? ft~ure in-res*aence PME officers) on why unior pilots are
-epa,33 .. i. Jnly thpn will we see the trend of pi lots
senpaE at .na. Their vaiu nile experience, ano potent j il lv out future
,,der I C -versed.
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6.- GENERAL. NSTPUCTlIONS

- y :.):,e aO swer t each quest ion excpt where inft luct ions i ridicate other-
.s,, ,- ny a Iit l )I Comrents on the tc 'mmer~t sh,,t at the end of this

Ir A r -viswers on the ari!uwer sheet. It is net necessary to, write on the
rAJ.i, itseif. P'ease use a No. 2 penc-l.s. 

-  t -:r a r k e s o h : .zs u h . t . I r¢ t fe e s r t ,em I e n h

Ur , 5 ' tO 7ark y,,ur arswers -'areful 1 y so that you entor them opposite the same
r sheet rurit er a.- survey quest ion number .

te that your airswe r marks are heavy ard that you hI acken the oval-shaped
'a -rise all chanies conmletely aod carefully so as not to tear the answer

% Right Way 2c[mDB(Z
to Mark 3 C: ic:-
Answer Sheet 4 C:D(iCL Z)

. Wrong Way 5

to Mark
Answer Sheet 7 CIDC CZ)

,.n,e this survey is str Ictly anonymous, please do not wrIte your name or y, r
-,A'N .ither your answer sheet or survey booklet.

stap 1e or otherwi se flariaee the i r,,w,, sheet as t he el ct ronlc scanner wil 1
).I the fort-, and your iput wll I he r ejected .

PI' .AS. [,-,()K AT THF. NIJMF.lhI{ GRII
,,N Y (:R ANSWER SIILET AN[ FOLLOW
hLt: INsiTRllC1IN!; ( ON TIIE NEXT PAGE

S%

S.

1*''z

if':-

.'
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[,FMHtI'kAl-'H I CS

1. ~ ja s yoir i ' pi~ er gr -Jdt--

-'A. ColIonelI
B. L ieu trrtrr~tt oLhnelI
C. Ma jor
D. Captain
E. Lieutenant

What is your sex?

A. FemalIe

B . MalIe

3. How much total active federal commissioned service (TAFCS)
have you completed?

A. Less than 5 years
B. 5 years but less than 11 years
C. 11 years but less than 16 years
Ui. 16 yeai s but less than 20o years
E. Over 20 years

4. Huw m en y ,ears (it ririui enlisted service do you have?

A. Z erIo
b Less thak S years

5. to 10 years
1). Over 10 years

5.To which Major Command are you currently assigned? (answer
-i .n Auestion 5, 6. ur 7)

A. Air Force_' Cmmunicatins Command

h. A ir Fout- 1,.ug iLt ic Com ma iid
A A i u IE S(Joce Command

E. Air Fcra Sytems Command

Ai f Ii-AiningCman

.. A i Un i yo f sei?
B."Al A, e Air CI emarul

K~ ~ il-e r yri Ceu M t M oman d
L. Mi I i Ai r I i f t Ccirnind
L. Pa i fic Air F r

* . A. Ss thegir Ani yaommn
P. Tjct ca I Air s t yoermsd

.. Utied £ a t Asi Fuha in Eur ope
%. Ct her (Headiaii te E., SOA, 2yRUs

... t

. %

w..Airi-o. Sytm -Command~ . 1



f. -u~.< ri Ljt t fim-tiy a t n uti i iati

if u rJf I i( t Iy dtssi gned to ATC, which of the fol lowing
. c_ r pi v .n t command IAnswt-i i n que-;t jun _4 or 10)

A. Ai Ti a i ni ng Command
E A o i! A -- umm an d

SI I~i A i f t t 'moiicI.I

Atj Ai Fu Ic ti
t i it g i A ir Commrand

A T. ,, ic a A ir Command
U di J St t? t; A i Fojc i i n u ope

ht-
hii SC yu r m fjr C)IWeapLun System (MWS) gr oup? (answe r in

h. F ig h te
7. Rec LDri ais ti ncL
L. traiegi:_ Air lift

E: Ta iket-r

T. Ta c ticI A ir i ;ft

T' Tra ineri

-~ ;. Ett is your marital status:'

A. Nec.er married (skip to question 16)
.'.N . Married, spouse is not a member of a military service

*M,-i rr ied , sp.:u- is & mtember of a milIi tary ser vice
L. l Lg alIy p 'fr j t HJ

L. D iv ur e d or widowed atid not remarriied

4. W i y u ur tu ur sta tus a t y ou r c:urrent duty station-'

A. AL§:om Inpa ni d t oiu r depende:nts residingv with me
A, _mpjani ei tour; dependents r es id I g e I ;-,where
N> ipIi ic tb I e no dependents

=t9

r. P1.
S%



15. How many dependent children do you have living at home?
A. 7ero

H. 1

i%'% i. J Uo more

.t. What is your source of commission?

A . 0 TS

,. .B. ROTC

.. ,. ". ISAFA

V..D. t he r

1 " What is your highest level of education?

A. College degree (BA, BS, or equivalent)
,,.. B. Graduate work beyond bachelor degree (no masters degree)
' P . Masters degree
" L . Pustgvaduate work beyond masters degree

F. Doctorate degree

-.. What is the major area u! study of your most recent college
woa k,'dgree? (answer in question 18 o 19)

A. Business Administration or Management

H. ?~o:ial 2ciences (e.g., Psychology, Geography, Political
ci ence. History)

.Hunmaiit s (e.g., English, Foreign Languages, Philosophy)

Eig iv,eei ing .
£ . Physi , l S ience (e.g., Chemistry, Biology, Physics)

1 '4. A. MJ t h --m'I t '

H. " m p It f t TiceI C. ()t he-,

CARFER INTENTIONS

Think bac. to when you first entered active duty. What was

your intent with iegard to making the Air Force a career?
* (answer in wttietion 20 or 21)

A. [efiit<tiy would make the Air Force a career

H. Frcbably wJuld make th- Air Force a career
Leant!, tow ird making tht Air Force a career

I-. Urdc idud
E. Loaned toward nut making the Air Force a career

.1. A. FPolbly WoUld riot mak, thu, Air Force a career

P. DLetf ini tely would no t make the Air Foi ce e career

%Od
%'." . ° •~ ~~~ ~ % % . %N N - % % " ,% " %". %- .%..

%AS X'0 ," "- Z ,r

J/ 1-L



LJu I ur I en t 1i nte:It i -111 t uwar 1 r ema i ni Ing i n t he A i
u; fI e --jt 20 vArc I n -wer in quest ion 22 or 2-1

A, A j i ., dv c m V, tedt iU U n ,mI e y t. I cst.r.v ic e
Yl w~ V i I I r em~i i n ir n t ft,- A ir F irc e

*A F .r b I w wi I ma i n i r, t he A i r Force
i w' uat i r eia in inIg inII thte A i Force

n Lide d eJ ( Sk ip t u q u ts t ioun

A . l it uw a r d no t r ernzi n l ng i n t hie A ir Foi ce (S£k ip tLU

F ~Li L1 w i l nct ie miain i II t I t: A i Force (Skip to

*jt i i it t7Iy w i In IIo t r em a in inI the Air Force ( Ski P to

IKive an establ ished Date ut Sepa r at ion (DOS~ Sk ip

h- hi. i k:h- t g i ade you wulj Id Ilike- t c r each be tIi e Vt'

I:-tr~ froum t he Au i i~e

k2 -I t t iCer

L ,t enaI) t ColIonel
I. M '71 r

t. ai n

U e1 1e f~UUt,- sp a1 Le UorF retie Lro I rr U I rLIIlt %

Itf you r esponded A, h, C or D to Ques t i on 22'. plIease Ielect
t the une f ac tor wh ich has i nflIuenced you mosi. to make t he A ir
For ce a career. (PlIease mark one- answer onlIy i n quest ion 2').
26, 27 or 28: after completing this question, skip to

quest ion 32 1

A. Opportunity for training and education in the' Air Force

B . My Air Furce job (challenging, provides a sense of

aiccomplishment. etc.)

Pav and a IIowances
D. Av.iation'7areer Incentive Pay (ACIP%

F.Avai iabi I ity of c-ivilI i,-in jobs

0~V

% %.
-PA



APfOMOtiun sysem and OPPOrtUnity
H.Institutional beniefits (medical and dental care, 13X.

-Ommib-;ary, etc.) tteui ee

Ledrhpadsuevso bv the unit level
T i a'.e v !Iand new e xpe reriece s

iA. Have "say" in future assignments
B. Secur ity of Air Force life
C. Opportuitt to make changes which improve my job/org.
D'. Ai. Force policies and procedures

El. Retirement benefits

.W. A . 0 ppor t unri ty t c s e rve mity c oun t ry
B. The people

Some other factor
D). I do not intend to make the Air Force a career

:-If you responded A, B, C or D) in question >23, please select
the one factor which has influenced you most NOT to make the
Air Force a career. kplease mark one response only in
i]uestio'n 29, 30 or 31'

A. Family separation

B. My Air Force job (little challenge, little sense of
accomplishmont, etc.)

K.Pay anid allowances

FD. Aviation Carter Incentive Play (ACIP)
F. Availability of civilian jobs

A . Promotion system and opportunity

B . Institutiohll benetits (medical and dental care, BX,
''UmmiSSary, etC. I

K.LeaderE.hip and supervision at the unit level

I.Leadership and supervision above the unit level
1-requent PCS MOVES

1.A. Little " say" in future assignments
[. Working conditions (long hours, shift work, environmental

e-,nd i t i on,;, e tc.
* . Th., peCople

I.Lock oft opportunity t01 make changes which Improve my job/

m ~ ac o r

'lo,.r41 %%



I *-- 'I' Fl.g t i v.- ,- '' ~ Pucts of be itg ai
r. A, >0, 1.7. -'(, ot . I would l ike to be one if

t cirlicwer t i tro hei ues* ior 32 or 33)

A ~ ~ r. , hc. d Posa~- iit jk-in

ic ug' i zi rg t h i promot ioni opport uni t ies mi jht be rest i ictr-d
g u i-ip e t it ve to fla io r. slIi m t o LieuLit en a n t C olIo nel
n 'D C(ol Tiel) what effect would a "fly only" career

[h 3Ve 6r1 u U r cu r r enIt i iltent in, t )waf J making the
A F ;i :t a car eer?

A --ng ne-gative effect

~ne r a ps itv e no r a ne g a t ive e t te ct
_itive tec t

t ~ r nrrg p s it i vt e Ifec-t

Ild cont in ue to perform my primary duties until
i w.. c. uct woud be will ing to retain my current rank

a In salar wih yea rlIy co st cf living increases).

A A. tr un g s gi r ere

B . DiSagiee
N7 NitLhe i sgr~ t not iur disagrete

Ll. Ag re e

F- 7trongly agree

-3. Jo you feel one's career opportunities within the Air Force

% a r expanded or limited as a result of being a pilot?

A. Greatly limited

S. L iite d
Nu ti t h er limited nocr expanded

L) . Expandea
F. Grc_- atly rexpanded

A,.A



Using the scale below, please rate your, level of agreement!II cdisagreement with each of the following statements.

A B--- - 3-- -- -- -- --- -- C- -- -- -- -- ------ -- -- --- --- -- E

2,TRdN(;LY DISAGREE NEITHER AGREE AGREE STRONGLY
DISAGREE NOR DISAGREE AGREE

37. I view the Air Force a-, "just a job" and not a "way of Life"

38. In my opinion, pilots who separate to join the airlines do so
because of the appeal of the airlines.

39. I have never seriously considered any other kind of work

other than being an Air Force officer.

41. ersoal nterstsand desires must take second place to the
need oftheAirForce.

42. ll tingsconsidered, if I left the Air Force tomorrow,I
woud hvedifficulty finding a Job comparable to my Air

aort job.

41. Obta-ining a job with the airlines tollowing retirement from
the Air Fir cu iS a vi,11,le Opt ion).

41.A( IF i 1. .ut I i cii erit ( ompencat ion for the "hardships"
3asociatcei with a flying iob.

451. I tend tu identify niore with officers within my own career
field than with the otticFer corps in general.

46. In my o--pinion, piluts who separate to join the airlines do
SO IbLec use -)t dissat isfaction with the Air Force.

na. What appeals to y~ju most ahout a career with the airlines?

(plIease a nswerii n 1jie-.t ion 4 7 or 48)

*A. N/A, a with the- airlines does not interest me

i .l uh u- r i it V

W (-,i I., s c t I u. I I t i

FI. f~i t t I Pi t y Uto I y w it h t h. ANG/A FRES

Pt m i- t it.;i - I oi

4 -

-. ~ ~ 5 % N~~,*9 9~



W~ tie I have~ you received the maiuiity ot your inlormation)
Soce i ing civili An job opportunities? (please answer in

q qu 4t i cri 49 or, So

A. I've riot received any inturmation
P. Literature directly hon the companies/schools
I. Future Aviation Professionals of America (FAPA.
0. Other professional journals or publications
E. Newspapers

. A. "Wurd of mouth"
L. Personal contact(s) made while occupying my present

Air Force positionmyArFcepsto
C. Persurial contact(s) made outsidemyArFcepsto

51. 1 iave ictively searched for a civilian job during the past

SA. Ye-
P. IN f

crint inue d un niex t pa ge)

?-



iT:

JOB FACTORS

.'a.- indicate tw satisfied you have been with each of the
1lowing tactf r duri ng your Air Force career.

A B ----------- D ----------- E

VERY DISSATISFIED SATISFIED VERY
DI SSAT ISF I ED SAT ISF I ED

NEITHER SATISFIED
NOR DISSATISFIED

52. Promotion opportunity

St. Quality of leadership/supervision at the unit level

.4. uQ ality of cuworkers

.Ii t Jub f tespuns i bi I i ty

56. Amount of nunflying additional duties

57. Prestige

5 . JuL secu ity

Sd. PhysicoI wurking conditions

6 k. HtaaIth caze benefits (medical, dental)

61. Institutional benefits (BX, commissary)

Ei Pti y Li rid a I I wa ncec

oJ. Netirement program

'J'. u-lity o1 !eadership/supervision above the unit level

US. Jot, chal1lenge

b6. Amuutt oft tlying

61-/ Mj ur Weapon S3ystm

- 8. Anintjnt t fteedback/recognitiun

Fj . Lrngth ,1 avt-_ragu duty day

7 (* Wurk SCme-ulo

il ,. 1 E k I up Cu-he~ S Vtne ss

0

,. - . - . - - . - ._. - . -_- -. -.. - -.-.-. ,-.--, , " -,:,,l.,,, -' '.'-_ 'r",-w , .,,...v .... ,-a w- ,2.w
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Detc is ion-m a king up purtun it ies

D ppLortunity to exercise creativity

7. M a rigt- m en t u p p ur t u i it

7s U- Sy irn basL- ass ignment

P dpu rtu n ity tr ,fPer fzOnalI g fUw t h a nd de velc upmen t

U. Lppu r t un I t , f ur i ndependt-ncti

< o. .e ral I I iob sat isf action

Wv Wha t i s t he length of your average duty davy (plIease
answer in question 80 or 81)

A. Less than 8 hours
B. a hour s
C. 9 hours
L. 10 hour s
E. I1I hours

61. A. 12 hours
B. 13 hour s
C. 14 hour s
D. 15 hociur s
E. Over 15 hours

8:i. What would you consider to be a reasonable duty day? (please
answer in question 82 or 83)

A. Less than 8 hours
B. 8 hours
C. 9 hour s

* . 10 hour s
E. 1 1 hours

e3. A . 12 hour s
B . 13 hours
C . 14 hours
D . 15 ho ur s
E. Over 15 hours

N4,

0'0

so,- -RS L *A * . . . '- .. A . M& ? Fk j -.-- L Km



&,4. Approximately what percent of your duty day is spent in the
performance of nonflying additional duties? (please answer in

question 84 or 85)

. - A. Less thin 10%
B 10%

C. 20%
D. 30%

E. 40%

Li. A. 50%

B. Over 50%

86. Approximately how many days were you TDY last year? (please

answer in question 86, 87 or 88)

A. 0 days

B. 1 - 14 days
~. C. 15 - 30 days

-" D. 31 - 45 days
E. 46 - 60 days

% 87. A. 61 75 days
B. 75 90 days

- C. 91 - 105 days
r. ,D. 106 - 120 days

E. 121 - 135 days

88. A. 136 - 150 days

B. More than 150 days

For questions 89 - 94, use the following scale.

A ------------ B ----------- C ----------- D ----------- E
TRNGLY DISAGREE NEITHER AGREE AGREE STRONGLY
DISAGREE NOR DISAGREE AGREE

"Y. I am willing to work as long as it takes to get the lob done.

10J. Remote assignments and TDYs are rotated fairly in my command.

. . 91. (;,_.el~ ly, I am satisfied with the types of work I do in this<.,j j h,.
4."

"- . The conditions of my present assignment have caused me to

look for a new assignment earlier than normal.

O '13. During my time in the Air Force, the prestige of flyers has
d,.'-reased while that of nonflyers has Increased.

". The ,llit / of life in my major command is as good as in
uthei ma ioj commands.

Ni. -j



Fl.ase indicate how important ea~h of the following factors are to

i c per so na I .

8 - - - D -

'J; AT A,,L 12JMEWHAT IMPORTANT VERY EXTREMELY
l;,.N M~uRTANT IMPORTANT IMPORTANT

ur. ori ..ppor turd ty

>'~.~uaitcit leadership/supervision at the unit level

-~ ~ 1i.iv 'if cowoi kers

'~. Arjur' t iurt lying additional duties

1sI_. Phycical wurking conditions

10 3. Heal th care benef its (medical, dental)

10. Institutional benefits (BX, commissary)

105. Pay and all Iowances

1065. Retirement program

1(-)7. Quality of leadership/supervision above the unit level

108. Jo~b challenge

109. Amount of flying

*11o. Major Weapon System

111. Amount of feedback/recognition

112-. Work schedule

112. Work group cohesiveness

1 1,4. Decision-making opportunities

1 l. .(Ilurtuni t y to exercr se cleat Ivi ty

* 1'. MknagE-merit uppur tuni ties

117. Geogiaphic stability

R- 12

1%



I l. :;ay inl hase ut assignment

- ". ;ay il t i ju)b assignment

I. Opportunity for personal growth and development

121. Opportunity for independence

122. Overall job satisfaction

LEADERSHIP AND SUPERVISION

-C'' 123. What is your opinion of the leadership ability of your
immediate supervisor?

A. Excellent
. [. Above average

C . Average
[). Below average

F. PLILO

0 14. How often are you given feedback from your immediate

supervisor about your job performance?

% A. Never
B. Seldom

C. Sometimes

D. Often

E. Very often

1.1-. What is your opinion of the leadership ability of your unit

cummander ?

A. Excellent

B. Abovt, average
Average

'. [ ,elw Avel age

1  ha. Wit is yJour opinion of the quality of Air Force leadership

i Jt,.ve the ui i t level?

"-l' A. xi,'l 1lInt

.B Above Average

.5 :. Avtei tge
'L ). BelLw average

L. Por

%wS

"S..%

"p...
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-i Using the below, please rate yuur level of
4 feemcent/diagr eement with each of the following statements.

A --- -- --- ---- C --- -- -- -- ---- D-- -- -- ------- E

?THGIULY DISAGREE NEITHER AGREE AGREE STRONGLY

- D!A REF NOR DISAGREE AGREE

1-. My supervisors are concerned with my career development.

ill. Tte oniy tirTi I rteo-j(,ive fet,dback from my supervisor is when

ecmL- t hi I I t-. wr IL o

-) .. . ,rlt t,.Jnl nfmjl1d".r if m- LI- L,)nce ned with advancing his own

r r~r t h~ 1 w it h :'A (ofnp I i s hi ng t hie. m i - s i 1-.
Fi >i. AiI F e teader ship abIve the unit level seems more

4. reI Hd with advancing their own careers than with
" Io i ,r, ac c, nip l ishment.

PROMOTIONS

jse the tol lowing scale for Questions 131 - 134.

A ----------- B ------------ C ----------- D ----------- E

STRUNGLY DISAGREE NEITHER AGREE AGREE STRONGLY
EISAGREE NOR DISAGREE AGREE

Ili. The Air Force promotion system is effective (i.e.. the best
"ualitied people are generally selected for promotion).

S13A. 1 would like to see the Air force adopt a separate promotion
system for pilots, such that pilots would only compete with
other pi lots for pr omot ions.

133. The promotion system will value my contributions to the

Air Force.

1i4. I have had an opportunity to demonstrate my promotion
potential.

A-14

S

d,



10

N13. Do you feel promotion opportunities for pilots are better or

wofse than Air Force officers in general?

A. Much woI Se

B. Somewhat worse

C. Neithe r wurse nor better

-. Somewhat better

E. Much better

USING THE SCALE PROVIDED, PLEASE INDICATE HOW IMPORTANT YOU BELIEVE

EACH FACTOR IS IN DETERMINING PROMOTIONS.

A ------------ B ----------- C ----------- D ----------- E

NUT AT ALL SOMEWHAT IMPORTANT VERY EXTREMELY

IMPORTANT IMPORTANT IMPORTANT IMPORTANT

136. OER ratings

137. PME

138. Demonstration of leadetship/management

139. Advanced academic degrees

140. Petformance of primary duties

141 Additional duties

.

1i,. 1.t.ve I Lit i ridursement

14J. OER nat retiv

1 4' ,. At- o r-,tu t i c.i I a t i ng

"" 1,. [ '. u at 1iI ,,

IZ6. _ ,: ut CkLlmmiSSion

1 141 . Start / H.adquaf t7.ers experience

14d. :ponso i shi p

.King the s..,rie ftale, now plea.et rate each factor with respect to
h w iMpti tint yoi thifi, it ShoJL dJ be in determining promotions.

'

'N
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' " ,: ME

I '-mw tr.,.t Irn c: ea dder ,hi , nl o t,-mt-nt

Advsin~e atJ adem i ~.degrees
r  P ' h., l,. , pr ima y dut ie,_;

-I.- 4

-" -"~. ! ,-, ,]d JInd, du~~vtes

I > E eveI or indorsement

r, ER n'tr f ,-t iv t

, A ,ru!iutical rating

0- 1. " lL] c_' ot commission

16 Starf'Headquartes experience

IL,. 0 Sponsor ship

FAMILY CONSIDERATIONS

-!F YOU HAVE NEVER BEEN MARRIED, OR ARE NOT PRESENTLY MARRIED AND DO
NOT HAVE ANY DEPENDENT CHILDREN RESIDING IN YOUR HOUSEHOLD, SKIP TO
QJUELTI N 1 i'.

%" 1hi. Does your spouse have a paLying job'
5.-

A. Not applicable, not currently married (skip to
* question 169.

B. No (skip to question 165)

Yes, and my spouse earns:

C. More than I do
D. As much as I do

E E. Less than I do

.-Q

;.:

.;

-16

.2Iif " 'P .A"W f,*-o
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163. If your spoujse works full- or part-time, please indicate
below the category which most closely describes the kind of
work he/she does. (Please answer in either questions 163 or

" . 164).

A. Professional, technical and related (teacher, registered
nurse, social worker, writer, artist, etc.)

B. Managerial/administrative (accountant, labor relations
specialist, school principal, officer manager, etc.)

C. Sales/technical (health technologist, computer programmer
licensed practical nurse, sales supervisor, cashier,
self-employed sales person, etc.)

D. Clerical (secretary, bookkeeper, telephone operator, etc)
E. Crafts (plumber, carpenter, precision machine worker,)

164. A. Operative, except transport (assembler, sewing machine
operator, hand work, etc.)

B. Transport equipment operative (bus driver, crane

operator, etc.)
C. Laborer, (hand packager, production helper, farm laborer.

etc.
, D. Service, including private household (food preparation

and service worker, building cleaner/other service worker

private household worker, etc.)

- . 165. My spouse has had to modify his/her career/job so that I
* . could pursue my Air Force career. (Please answer in either

questions 165 or 166).

A. Strongly disagree

B. Disagree

C. Slightly disagree
D. Neither disagree nor agree

166. A. Slightly agree
B. Agree

C. Strongly agree

167. How satisfied is your spouse with the military way of life?

(Please answer in either questions 167 or 168)

A. Ver y di .sat irf iFd

C . L:umn!what dissat ist ied

D. Neither dissatisfied nor satisfied

O. 160. A. Somewhat satisf ied
[%."B. Satist ied

C. Very sjtis? ied

0.°.

,. . . . . . . . . . .



1 U'. Hjw .I iquent ly have you made clji eer deci,;iiis based sol, v
U on Mtami Iv uIItidefatio _I. kt' g ptLU t-.g U LCarefe r chi Idre ' 
" chuu I f r i t- nI etc. )

A. Voi v ot ten

B . Jrten
.. o m e t i m e s

e- . e I dum
E . N ev er

U_ i n the scale below, please rate your level of
agreement/disagreement with each of the following statements.

A ---------- B ----------- C --------- D ----------- E

5,, 1NGLY D I S]AGREE NEITHER AGREE AGREE STRuNGLY
R E NOR DISAGREE AGREF

1':. My spouse and/or immediate family dislike moving every
three to four years.

~17. Staying in the Air Force would create a financial hardship

on my family.

-2. Staying in the Air Force would create an emotional hardship
on my family.

173. My spouse/immediate family wants me to continue in my Air
Force career.

174. From the following list of factors, what is the most negative
aspect of PCS moves? (Please answer in questions 174 or 175)

A. Disruption of Air Force career (change of job, AFSC, etc)
* B. Disruption of personal off-duty life

C. Disruption of spouse's career/life
D. Disruption of children's lives

175. A. Economic impact (moving expenses, loss on sale of home)
B. Leaving a certain geographic area
C. Some other factor

. D. There are no negative aspects

.e:'.;
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WRITE-IN ITEMS

,~~ ~ A~ TFCS:__ GRADE: _____MAJCOM: ____

PLEASE ENTER BY THE QUESTION NUMBER THE LETTER CORRESPONDING TO
YUR RESPUNSE TO QUESTIONS 22 or 23. ( Question 22 ____or

Question 2-J

176. What could the Air Force do to influence you to stay in the
- Air Force for at least 0years?

177. If you had the opportunity to change anything about the Air
Force, what (if anything) would you change?

0"
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17-. If th i £-u me aspect ,, ,our primary mission (e.g.,
.piai ca 4o mission f i MAC pilot) that you could point

*'4'.'. o jt at pa:ti,_u y unpic la 3n rIrvt ii ri tat ing. what would it

L e

17P. How does your job as an Air Force pi lot compare to the
,.. expectat.ions you held when you entered UPT?

. .

.- 20

% %



Nl-'- (

idO. Does Air Force leadership live up to your expectations?
(Please explain)

PLEASE FEEL FREE TO ADD ANY ADDITIONAL COMMENTS YOU MAY HAVE.

.4

PLEASE PLACE YOUR COMPLETED SURVEY AND ANSWER SHEET
IN THE RETURN ENVELOPE AND PLACE IT IN YOUR OWN

SEMINAR BOX. WE WILL PICK UP THE COMPLETED

SURVEY'S ON 30 OCTOBER!!!

-p. *q

THANK YOU FOR TAKING THE TIME TO PARTICIPATE IN THIS SURVEY!!

A- 21
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